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Rationale 

Education settings play a hugely significant role in shaping the minds and attitudes of future 

generations and equipping young people for their lives within a diverse global community.  Yet 

recently a range of events and research evidence have shown that education settings are not 

supporting a rapid review of generational attitudes toward equality, diversity and inclusion 

which will assist changes in global society and lead to a more peaceful, positive and productive 

community. 

Recent events both nationally and across the globe have provided sharp focus on the 

requirements of education institutions and those that govern them to have a deliberate and 

intentional Equality, Diversity and Inclusion Strategy: 

Ofsted (2021) – published a report into Peer on Peer Abuse in schools which highlighted the 

discrimination and negative attitude girls face in school 

Black Lives Matter – this global movement placed a powerful spotlight on matters of race 

equality across society, including in schools. 

#MeToo – the instigator of the OFSTED Report placed high profile cases of sexual harassment 

and abuse across all protected groups onto the global stage 

COVID 19 Pandemic – disproportionately affected those from ethnic minority groups and those 

from lower socio-economic backgrounds 

Within education we consistently strive to attract the best people we can to support our 

students to meet their future challenges and raise their aspirations yet, we continue to see 

disparity in the education workforce (School Workforce Census 2020) across the sector: 

76.8% of classroom based practitioners are female, yet only 69.4% on leadership posts are 

filled by females (this is skewed by the secondary sector and within the context of increasing 

availability of leadership posts since 2019) 

Part time teachers are 45% less likely to be promoted than their full time peers 

7% of all leaders are part time 

7% of leaders are from ethnic minorities (include white ethnic minorities) 

EDI is therefore critical for schools. Our governors and leaders truly embrace the task of 

embedding a safer and more inclusive culture, to make our organisation better able to detect 

and act on inappropriate attitudes and behaviours early. An embedded equality, diversity and 

inclusion strategy will help to foster a “speak up” culture where issues are raised rather than 

ignored or even covered up. As well as being ethically sound, all of this will in the long run 

serve to educate our students, raise their aspirations and reduce the risk of complaints, 

grievances or legal challenges in the area of equality. 

Definitions 

The concepts of equality, diversity and inclusion are broadly understood as follows: 

Diversity is about the ways in which people differ. These differences should be recognised, 

celebrated and treated as a natural part of society. 
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Equality is a natural extension of diversity and is based on the idea of fairness, whilst 

recognising that everyone is different. 

Inclusion means that all people, regardless of their abilities, disabilities or health care needs, 

have the right to be respected and appreciated as valuable members of their communities. 

Equity is about giving people what they need, in order to make things fair. It means giving 

more to those who need it, which is proportionate to their own circumstances, in order to 

ensure that everyone has the same opportunities; for example, providing more support to a 

disadvantaged student so they can reach them. 

Regulatory and Statutory Obligations 

Equality Act 2010 

The law governing discrimination in respect of employment and the provision of goods and 

services, which includes provision of education, is set out in the Equality Act. The key purpose 

of the Equality Act is to protect people from unfair and unjust treatment on the grounds of a 

‘protected characteristic’. The Act contains nine protected characteristics:  

• Gender 

• Age 

• Disability 

• Marriage and civil partnership 

• Pregnancy and maternity 

• Race 

• Sexual orientation 

• Religion or belief 

• Gender reassignment.  

The Act generally relies on individual litigation-driven enforcement. The Equality Act makes it 

unlawful for schools to discriminate, harass or victimise applicants, pupils or staff on the basis 

of their protected characteristic.  

The Equality Act applies to schools, including their pupil admissions, staff recruitment (and 

therefore by implication promotion), provision of education, facilities and disciplinary 

processes. 

In context of these protected characteristics the general duty requires us in all our functions to 

have due regard to the need to: 

• Eliminate discrimination, harassment and victimisation 

• Advance equality of opportunity between those with and without shared characteristics 

• Foster good relations between those with and without shared characteristics 

Inspection Frameworks 

There are various external bodies who inspect education settings, the Office for Standard in 

Education (OFSTED), judges a settings performance against a published set of criteria. In 

relation to equality, diversity and inclusion these are: 
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• the extent to which pupils respect and value diversity within society, show respect for 

and appreciation of their own and other cultures, and demonstrate sensitivity and 

tolerance to those from different backgrounds and traditions; 

• provision that prepares children for life in modern Britain: respect,  

• positive contribution; development of fundamental British values; developing 

understanding and appreciation of diversity and differing needs within  

• a community 

• the extent to which leaders fulfil their statutory duties; for example, under the Equality 

Act 2010 and other duties and in relation to the ‘Prevent’ strategy and safeguarding 

and safer recruitment. 

Department for Education Guidance 

Relationships Education, Relationships and Sex Education (RSE) and Health Education 

Statutory guidance for governing bodies, proprietors, head teachers, principals, senior 

leadership teams, teachers in England. 

Mental health and behaviour in schools how to create a whole school culture, including 

promoting positive mental health, understanding the link between mental health and 

behaviour, how to identify children with possible mental health problems, where and how to 

put in place support, including working with externa 

Sexual violence and sexual harassment between children in schools and colleges 

guidance on sexual violence and sexual harassment between children in schools, together 

with Keeping Children Safe in Education 2021 (KCSIE) which is key safeguarding guidance 

for schools in England. 

National Curriculum Guidance - Schools must teach respect for protected characteristics 

through the Personal, Social, Health and Economic (PSHE) curriculum 

Our Workforce Strategy 

Positive Action (Equality Act 2010) is a range of measures and initiatives that we can lawfully 

take to remove barriers and actively encourage under-represented groups to ensure their 

talent, experience and expertise benefit the organisation and enable us to provide a better 

education and service to our students and our community. 

When applying for any post within our organisation our selection process is the same for 

everyone.  Through the use of positive action, we do not seek to eliminate competition, rather 

to allow everyone the same level of opportunity – the same starting point. The final selection 

is always based on the merit of the individual applicant. 

Section 158 of the Equality Act 2010 allows positive action to support a protected group by 

minimising or overcoming a disadvantage, meeting a particular need or encouraging 

participation in an activity where is in disproportionately represented. To be lawful, the action 

has to be proportionate. 

Section 159 of the Act allows an employer to favour someone who shares a protected 

characteristic over someone who does not, providing both people are as qualified as each 

other. 

Research and evidence identifies clear benefits for employers who have a diverse workforce 

(inc Stoney S.N, et al (Journal of Applied Social Psychology 2015): 
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• A workforce which is representative of community promotes higher levels of staff and 

community engagement 

• Creates a climate of trust which promotes creativity, innovative problem solving and 

higher levels of productivity 

• Improved well-being when employees perceive their organisation implements diversity 

specific practices 

• Positive employee engagement and discretionary effort 

• Improved retention 

Our commitment to Positive Action is underpinned by four key areas of employee 

engagement: 

Attraction – we recognise that attracting under-represented groups needs careful planning 

and deliberate strategy, it is more complex than simply opening our traditional recruitment 

campaign. Underrepresented groups might be affected by many issues including their own 

educational experience, societal or family influences as well as a negative perception of our 

organisational workforce. 

We will: 

Work closely with our stakeholders to review our processes and ensure we are aware of 

unconscious bias on our social media platforms and in the writing of our Job Descriptions and 

Person Specifications 

Tailor our marketing approach of our vacancies to ensure we are reaching under-represented 

groups 

Work more closely with our training partners to help us to understand the perspectives of 

under-represented groups amongst the annual group of trainees 

Recruitment – we seek to employ a talented workforce which provides high quality education 

and services for our students and enables them to have role models they can aspire to. We 

will ensure our recruitment processes are supportive, fair and transparent and do not 

disadvantage our under-represented groups. 

We will: 

Conduct shortlisting which is based on qualification and experience only 

We will ensure we standardise our recruitment processes by asking the same questions and 

providing the same activity to all candidates 

Be aware of the unconscious bias of our selection of activities, resources and questions. 

Ensure that all panel members uphold the ethos and organisational commitment to equality, 

diversity and inclusion and are aware of their own bias. 

Retention – our staff are our most valuable resource and our culture ensures they feel valued 

and respected by supporting their personal needs, their well-being and their professional 

development. We create a supportive and inclusive environment where our employees can 

thrive at work. 
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We will: 

Provide education and training for all our workforce on all aspects of equality, diversity and 

inclusion 

Enable our workforce to feel empowered to call out negative attitudes and discriminatory or 

harassment behaviour 

Effectively induct our workforce to ensure they are aware and believe in the ethos and culture 

of our organisation and can behave appropriately 

Monitor our people processes to ensure they are not impacting disproportionately on any 

protected group 

Provide a kind environment where we treat each other with respect and recognise that 

personal lives and relationships are transient and impact our well-being and resilience 

Provide regular opportunity for staff to feedback to us about their experience within the 

organisation 

Progression – our ability to retain and offer career development to our staff is a primary goal 

and we do so in a fair and transparent way. Achieving this will ensure we have diversity of 

thought in key strategic decision making and role models for our staff and students alike. 

We will: 

Provide equality of access to training and opportunity for skill development 

Ensure promotion processes are open, fair and transparent 

Engage in dedicated programmes for development of future leaders 

Provide coaching support targeted at under-represented groups who express a desire to 

progress within the profession 

Our Curriculum Intent Strategy 

Our curriculum is considered to be both the formal and the wider engagement opportunity and 

ethos which exists in our organisation. Our curriculum supports the development of students’ 

view of the world and enables them to learn from historical and current situations to support 

their own values and development of character and self. 

With respect to Equality, Diversity and Inclusion Strategy our curriculum aims to: 

Treat everyone in the school community as equal, regardless of their religious beliefs, race, 

sexual orientation, gender or gender identity, disability or age 

Recognise and celebrate diversity as a strength of our community 

Our organisational values and culture reflect the importance of feeling safe  

Everyone, staff and students are encouraged to be themselves and reach their full potential 

A sense of belonging for all is promoted in the school  

Positive, respectful relationships are promoted throughout the school 
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Prejudice and stereotyping are always challenged 

A ‘zero-tolerance’ stance is taken on all forms of discriminatory behaviour 

Concerns and disclosures are always taken seriously and those making the disclosure are 

treated with empathy and respect 

In addition, we ensure that our staff do not avoid sensitive and controversial subjects but that 

with the correct training and knowledge they are aware of their own unconscious bias and are 

able to deal professionally and empathetically with these issues to enable our young people 

to talk about issues that affect their lives or the lives of their cultural ancestors. 

We make deliberate choices throughout our curriculum to embrace opportunity for resources 

to be diverse and explore controversial subjects and topics. 

We endeavour to decolonise our curriculum and ensure it represents all aspects of history and 

literature with fairness and equity providing students with the knowledge and skills to 

determine their own right. 

We provide opportunities for our staff and students to come together and share experiences 

as part of our staff and student working groups where we agree events to focus on 

representing a balance of themes and discuss how we embed organisational approaches to 

teaching equality, diversity and inclusion issues within out classrooms. 

Our Strategic Plan 

Our deliberate decision making and action outlined in this strategy can be focussed into a set 

of stages within an annual commitment to ensuring we embed and build on our culture of 

equity. Our successful implementation can be summarised in the Action Plan below: 

Conduct a full Diversity Audit of our workforce and analyse for in depth understanding of 

under-represented groups at all levels of the workforce including leadership and governance 

Publish a Diversity Report to all stakeholders including a student version, to ensure we are 

transparent about our starting point and raise awareness of our commitment for change and 

our subsequent strategy or celebrate our diverse workforce and ensure we remain actively 

committed to sustaining that through our strategy. This will include the leader and governor 

responsible for the implementation of the strategy. 

Commit to exact Diversity Targets to ensure we are holding ourselves to account for the 

impact of our work based on the Key Performance Indicators and the results of the audit. 

Establish a Diversity and Inclusion Council to provide a forum for staff and students to work 

together to empower them to take ownership over events and themes and discuss 

organisational strategy to teaching and learning approaches to issues of equality, diversity 

and inclusion. 

Dedicated Funds to support the work of the Diversity and Inclusion Council and other projects 

related to Equality, Diversity and Inclusion for successful implementation and sustainability of 

the strategy. 

Conduct Annual Survey with staff and students about impact of the strategy on culture and 

awareness within the organisation. 
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Review Strategy and share an Update with stakeholders for transparency and to celebrate 

success. 

How do we know our strategy is making a difference? 

We will measure the success of our strategy with a set of Key Performance Indicators over 

time, which are: 

• Increased diversity across the workforce and the student population 

• Number of applicants from under-represented groups as a % against all applicants 

• The % of women and those from ethnic minority groups (inc white minority) who are 

appointed to leadership roles 

• Decreasing gender pay gap 

• Reduction in early attrition of under-represented groups 

• Range of diversity, equality and inclusion training staff have engaged with 

• % of Flexible Working Application granted against those made 

• Survey analysis demonstrates trust and confidence from staff in our strategy 

• Survey analysis from parents and students identify an increasing awareness of our 

strategy 

• Diverse governance which represents our communities 

• Impact of the Diversity and Inclusion Group 

*exact targets will be established following our audit process once a current accurate position 

has been determined. 

 

 

 

 


